PERFORMANCE AGREEMENT
FOR
YEAR 2011/2012

MADE AND ENTERED INTO BY AND BETWEEN

THE COUNCIL OF THE iLEMBE DISTRICT
MUNICIPALITY

Herein represented by 8 W MDABE, in his duly authorised capacity as the
Mayor of iLembe District Municipality

AND

M D NEWTON
as the Municipal Manager of the

iLembe District Municipality

(Employee)
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1. INTRODUCTION

(1) The Employer has entered into a contract of employment with the Employee in terms of section
57(1)(a) of the Local Government: Municipal Systems Act 32 of 2000 (‘the Systems Act’). The
Employer and the Employee are hereinafter referred to as “the Parties”.

(2) Section 57(1)(b} of the Systems Act, read with the Memorandum of Agreement of Employment
concluded between the parties, requires the parties to conclude an annual Performance Agreement.
The employer must conclude a Performance Agreement within 90 days of assumption of duty and
renew it annually within one month of the commencement of the beginning of the financial year.

(3) The parties will ensure that they are clear about the goals to be achieved, and secure the
commitment of the Employee to a set of outcomes that will secure local government policy goals as
defined in the municipal iDP,

(4) The parties will ensure that there is compliance with Sections 57(4A), 57(4B) and 57(5) of the
Systems Act.

2. PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to —

2.1 Comply with the provisions of Section 57(1)(b},{(4A),(4B) and (5) of the Systems Act as well as the
Memorandum of Agreement of Employment entered into between the parties;

2.2 Communicate to the Employee the Employer’s performance expectations and accountabilities by
specifying objectives and targets as defined in the IDP;

2.3 Specify accountabilities as set out in the Performance Plan marked Annexure “A” {Capital Budget)

and Annexure “B” (Operating Budget)

2.4 Monitor and measure performance against set targeted outputs; in terms of the said Performance

Plan.

2.5 Use the Performance Agreement and Performance Plan to assess whether the Employee has met
the performance expectations applicable to his/her job;

2.6 Appropriately reward the Employee in accordance with the Employer’s performance management

policy or institute sanctions for consistent under-performance.
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2.7 Give effect to the Employer's commitment to a performance-orientated relationship with the
Employee in attaining equitable and improved service delivery.

3 COMMENCEMENT AND DURATION

3.1 This Agreement will commence on the 1 July 2011 and will remain in force untii 30 June 2012
whereafter a new Performance Agreement and new Performance Plan shall be concluded between
the parties for the next financial year or any portion thereof.

3.2 The parties will review the provisions of this Agreement during June each year and will conclude a
new Performance Agreement (and Performance Plan) that replaces this Agreement at least once a

year but not later than one month after the commencement of the new financial year.

3.3 This Agreement will terminate on the termination of the Employee’s contract of employment for any

reason.

3.4 The content of this Agreement may be revised at any time during the abovementioned period to
determine the applicability of the matters agreed upon.

3.5 If at any time during the validity of this Agreement the work environment alters (whether as a result
of government or council decisions or otherwise) to the extent that the contents of this Agreement are
no longer appropriate, the contents shall immediately be revised.

3.6 Any significant amendments/ deviations referred to in 3.4 and 3.5 above must take cognisance of,
where relevant, the requirements of sections 34 and 42 of the Systems Act, and must be done in
terms of regulation 4 (5) of the Local Government: Municipal Performance Regulations for Municipal
Managers and Managers directly accountable to the Municipal Manager, 2006 {"the Regulations”).

4. PERFORMANCE OBJECTIVES

4.1 The Performance Plan sets out-

4.1.1 The performance objectives and targets that must be met by the Employee; and

4.1.2 The time frames within which those performance objectives and targets must be met.

4.2 The performance objectives and targets reflected in Annexures “A” (Capital Budget) and “B”

(Operating Budget) are set by the Employer in consultation with the Employee and based on the
Integrated Development Plan and the Budget of the Employer, and shall include key objectives: key

g w°

< M Bein

performance indicators; target dates and weightings.

¢



4

4.3 The key objectives describe the main tasks that need to be done. The key performance indicators
provide the details of the evidence that must be provided to show that a key objective has been
achieved. The target dates describe the timeframe in which the work must be achieved. The
weightings show the relative importance of the key objectives to each other.

4.4 The Employee's performance will, in addition, be measured in terms of contributions to the goals
and strategies set out in the Employer’s Integrated Development Plan.

5 PERFORMANCE APPRAISAL FRAMEWORK

5.1 The Employee agrees to participate in the performance management system that the Employer

adopts or introduces for the Employer itself, management and municipal staff of the Employer.

5.2 The Employee accepts that the purpose of the performance management system will be to provide
a comprehensive system with specific performance standards to assist the Employer, management
and municipal staff to perform to the standards required.

5.3 The Employer will consult the Employee about the specific performance standards that will be
included in the performance management system as applicable to the Employee.

5.4 The Employee undertakes to actively focus towards the promotion and implementation of the
KPAs (inciuding special projects relevant to the employee's responsibilities) within the local

government framework.

5.5 The criteria upon which the performance of the Employee shall be assessed shall consist of two
components, both of which are contained in the Performance Agreement.

5.6 The Employee must be assessed against both components, with a weighting of 80:20 allocated to
the Key Performance Areas (KPAs) and the Core Managerial Competencies (CMCs) respectively.

5.7 KPAs covering the main areas of work will account for 80% and CMCs will account for 20% of the

final assessment,
5.8 Each area of assessment will be weighted and will contribute a specific part to the total score.

5.9 The Employee's assessment will be based on his performance in terms of the outputs/ outcomes
(performance indicators) identified as per attached Performance Plan (Annexure “A” and “B"), which
are linked to the KPA's, and will constitute 80% of the overall assessment result as per the weightings

agreed to between the Employer and Employee:

n-D
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National Key Performance Areas (KPA’s) IDM Priorities as per

Weightin
the NKPA g g

1. Basic Service Delivery Water 30%
Sanitation
2. Socio-Economic Development llembe Enterprise
{LED;
Job creation)
Health & Safety 30%
Disaster
Management

3. Financial Viahility and Management Expenditure of
grants
Revenue generation
Budget control 20%
Supply Chain
Management

4. Municipai Development & Institutional HR Management

. Training
Transformation Policies 10%

Legal Matters

6. Good Governance and Democracy Public Participation

Communication
IGR 10%
PMS

Internal Auditing

Total 100%

5.10 The CMCs will make up the other 20% of the Employee’'s assessment score. CMCs that are
deemed to be most critical for the Employee's specific job should be selected (V) from the list below as
agreed to between the Employer and Employee.

Annexure "C" provides the scoring template for the Core Competency requirements identified in the

Table hereunder.

Core Competency Assessments will be conducted during quarterly face-to-face Performance
Assessments. The Mayor shall conduct Core Competency Assessments for the Municipal Manager.
The Municipal Manager shall conduct Core Competency Assessments for Section 57 Managers.
Where agreement on the allocation of a score {on the range 1 — 5) cannot be reached, the onus rests

with the Employee to provide evidence of their claim to possession of the disputed Core Competency.

Annexure "C” herein is a2 summary. Detailed criteria for core competency assessments are reffected in
the municipality's PMS Policy and User Manual as Annexure B. The assessors will refer to that policy
for what specific components of a Core Competency need to be demonstrated in order to qualify for

the score awarded.

g~

Sy

9

gy 3K



6

Core Competency Requirements for Managers

Core Managerial
Competencies (CMC) Brief Description WEIGHT
Strategic Capability To be inserted in the customisation of individuals’ 10
Performance Agreements — if applicable / optional
Programme and Project To be inserted in the customisation of individuals’
Management Performance Agreements S
Financial Management — Compiles and manages budgets, controis cash flow,
COMPULSORY institutes risk management and administers tender 10
procurement processes — See Additional Notes below
Change Management To be inserted in the customisation of individuals’ 5
Performance Agreements - if applicahle / optional
Service Delivery To be inserted in the customisation of individuals' 10
Innovation Performance Agreements — if applicable / optional
Problem Solving and To be inserted in the customisation of individuals’
Analytical Thinking Performance Agreements — if applicable / optional 10
People Management and Manages and encourages people, optimises their 5
Empowerment — outputs and effectively manages relationships to
COMPULSORY achieve organisational goals ~ See Additionat Notes
Client Orientation and Willing and able to deliver services effectively and 10
Customer Focus — efficiently in order to put the spirit of customer service
COMPULSORY {Batho Pele) into practice — See Additional Notes
Communication To be inserted in the customisation of individuals’ 5
Performance Agreements — if applicable / optional
Accountability and Ethical | To be inserted in the customisation of individuals’ 5
Conduct Performance Agreements — if applicable / optional
See Additional Notes
Policy conceptualisation To be inserted in the customisation of individuals’ 5
and implementation Performance Agreements — if applicable / optional
Mediation skills To be inserted in the custornisation of individuals’'
Performance Agreements — if applicable / optional >
Partnership and To be inserted in the customisation of individuals’ 5
Stakeholder Relations Performance Agreements — if applicable / optional
Supply Chain To be inserted in the customisation of individuals’ 10
Management Performance Agreements — if applicabile / optional
See Additional Notes
100%




Additional Notes:
Compulsory

The compulsory Core Competencies above (Financial Management, People Management and
Customer Focus) will all routinely be scored according to Annexure B in the municipality’s PMS Policy

and User Manuai.

Financial Management is further measured in all managers' performance plans against a performance
target. This is articulated as remaining within a 20% envelope of actual quarterly/annual expenditure

projections.

In addition to the guidelines in Annexure B of the PMS Policy and User Manual, People Management

as a core competency is expected to contribute to the reduction of the costs associated with a fallure
to contain overtime, telephone/cell phone & internet usage as well as subsistence and travel. The

ability to cascade PMS downwards will be applicable to selected managers during this financial year.

Likewise, with Customer Focus, an additional competence is highlighted herewith. Managers will be

judged according to their ability to comply with Inter-Departmental Service Level Agreements (SLAs)
designed to enhance service delivery to the public. These inter-departmental SLAs will be developed
in the first quarter of the financial year. In the remaining three quarters of the financial year, these

SLAs will be monitored for individual manager’s competence in complying with the same.
Optional

For the optional Core Competencies above {(Accountability & Ethical Conduct as well as Supply Chain
Management — Annexure B in the municipality's PMS Policy and User Manual will routinely apply.

With the Accountability core competence, the ability to meet all reporting timeframes / deadlines will be
considered additionally. Monitoring of the manager’s ability to provide the relevant information required
in the provincially prescribed COGTA Datasheets, on a bi-annual basis — will be a final consideration

when awarding a score at assessment time.

Supply Chain Management is also selected for additional attention, if deemed applicable to the
individual manager. Over and above Annexure B in the municipality's PMS Policy and User Manual,
the manager's competence will be assessed against histher ability to generate appropriate Key
Performance Indicators and Timeframes for external Service Providers. These must be captured in
SLAs per Service Provider. The ability to produce quarterly / annual assessments of Service
Providers’ performance against the Targets in these SLAs, in managers’ routine PMS reports will be
additionally assessed in Core Competency Assessments. S
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6. EVALUATING PERFORMANCE

6.1 The organisation’s PMS Policy and User Manual to be read together with this Agreement sets out:
6.1.1 the standards and procedures for evaluating the Employee’s performance: and

6.1.2 the intervals for the evaluation of the Employee’s performance.

6.2 Despite the establishment of agreed intervals for evaluation, the Employer may in addition review
the Employee’s performance at any stage while the contract of employment remains in force.

6.3 Personal growth and development needs shall be documented up-front in this Performance
Agreement and additional needs may be identified during any performance review discussion.
Annexure “D” documents in a Personal Development Plan, the Employee’s personal growth and
development needs at the beginning of the financial year as well as the actions agreed to.
implementation must take place within set time frames, including attendance at, at least 1 week-long
training workshop per year — to allow the Employee to remain abreast of the latest developments in
hisfher field of work for the Employer.

6.4 The Employee's performance will be measured in terms of contributions to the goals and

strategies set out in the Employer's IDP.
6.5 The annual performance appraisal will involve:

6.5.1 Assessment of the achievement of results as outlined in the SDBIP/Performance Scorecard:

(@) Each KPA should be assessed according to the extent to which the specified standards or
performance indicators have been met and with due regard to ad hoc tasks that had to be perfarmed
under the KPA.

(b) An indicative rating on the five-point scale should be provided for each KPA.

{c} The applicable assessment rating calcuiator must then be used to add the scores and calculate a

final aggregate score.

6.5.2 Assessment of the CMCs

(a) Each CMC should be assessed according to the extent to which the specified standards have been
met.

(b) An indicative rating on the five-point scale should be provided for each CMC.

(c) The applicable assessment rating calculator (refer to paragraph 7.5.1 above)} must then be used to
add the scores and calculate a final aggregate score.

6.5.3 Overall rating
An overall rating is automatically generated by the municipality's District Information Management
System {DiMS) PMS module. g \r“l .



7. Management of Performance Qutcomes

Detail regarding the recognition and commensurate rewards for performance exceeding stipulated
targets in the SDBIP are documented in the municipality's PMS Policy and User Manual ~ according
to the August 2006 PMS Regulations.

Annexure "E” provides the process to be followed in the event the Employer fails to meet his/her
performance objectives. Poor performance shall be deemed consistent once two consecutive quarterly

performance face-to face appraisals reveal declining achievements against set targets.
8. Recognition for Performance of Additional Tasks

Over and above KPA's where performance will be measured against SDBIP entries, recognition may
be given for the performance of additional tasks. Rewards will be at the discretion of the iLembe

District Municipality's Executive Committee.
9. General

The following matters are further regulated in the municipality's PMS policy and User Manual:
s Schedule of Performance Reviews
»  Developmental Requirements
= Obligations of the Employer
= Consuitation
= Dispute Resolution

and are not reproduced herewith.
10. Performance Reporting Deadlines

Departmental performance reports are due monthly, for the previous month — 14 days after the end of

the previous maonth.

Quarterly, Half-Year and Annual Departmental Performance Reports are subject to this deadline and
must include by the same deadiine — Porifolios of Evidence in support of performance information

submitted.

Quarterly, Half-Year and Annual Departmental Performance Face-to-Face Appraisals must be held
within 10 days of the submission of Performance Reports and Portfolios of Evidence. Core
Competency Assessments must be concluded by the same deadline as face-to-face appraisals

o
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ON THIS THE }S DAY OF _J il
Nond

2011

THE MUNICIPALITY

(The Mayor)

ONTHIS THE |S DAY OF _ Juv

201

THE EMPLOYEE
(M D NEWTON)
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ANNEXURE A:

CAPITAL BUDGET PERFORMANCE PLAN (compulsory)
(Attached)
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ANNEXURE B:

OPERATING BUDGET PERFORMANCE PLAN (compulsory)
(Attached)



ANNEXURE C:
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CORE COMPETENCY SCORING TEMPLATE

Score on Core Competency
Assessment

Description

1 (Not Yet Competent)

Demonstrates none of the guideline’s components

of the core competency

2. (Basic Competence)

Applies basic concepts and methods but requires

supervision and coaching

3. (Competent)

Independently develops and applies more
advanced concepts and methods.
Plans and guides the work of others.

Performs analysis.

4. (Advanced)

Understands and applies more complex concepts
and methods.

Leads and directs people or groups of recognised
specialists.

Able to perform in-depth analysis.

5. (Expert)

Sought out for deep, specialised expertise.
Leads the direction of the entire organisation.
Defines models/theories of best practice.
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ANNEXURE D:
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PERSONAIL. DEVELOPMENT PLAN (PDP)

P
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ANNEXURE E:
PROCESS TO MANAGE POOR PERFORMANCE

In the event that the employee consistently fails to meet his/her performance targets, over a minimum
of two consecutive face-to-face quarterly performance appraisals, Schedule 8, Section ¢ — of the
LLabour Relations Act: Code of Good Practice: Dismissal - shall be followed, together with the following
guidelines.

1. Prerequisites to Starting the Poor Performance and Incapacity Process

i.  The onus lies with the Municipal Manager in the case of Section 57 Managers and with
Section 57 Managers in the case of Level 3 Managers to ensure that the subordinate knows
what is required.

ii. Objectivesftargets, Key performance Indicators and deadlines should be agreed with the
Employer

ii.  The employee shouid be given appropriate training, coaching and instructions in order to be
able to meet the required objectives

iv.  The employee must have the means/equipment to perform the required objectives and

v.  The empioyee must be given regular feedback on hisfher performance.

2. Formal Counselling Session

i.  The employee’s direct Manager/Senior is responsible for conducting any formal counselling
sessions on poor performance. The counselling session is an opportunity to formally plan and
agree on corrective action, to:

ii. Identify why the employee is failing to meet the required performance standards/objectives

iii. Agree on a plan to assist the employee in achieving the required standards/objectives and
give the employee a fair opportunity to improve his/her performance

iv.  Make the employee aware of the potential consequences of not complying with performance
requirements and

v.  Ensure that these meetings are documented (and co-signed off by both parties) so that
procedural fairness can be proved in the event of any future disputes and/or additional

disciplinary action being taken.
3. Formal Disciplinary Process/Corrective Action

i.  Should the employee, after a reasonable period for improvement, which shall not be less than
three months nor more than six months, continue to perform unsatisfactorily, notwithstanding
appropriate evaluation, instruction, guidance and/or counselling — formal disciplinary steps
shall be implemented

it. A formal disciplinary committee hearing shall be held in accordance with the provisions in the
Labour Relations Act , Number 42 0f 1986 (as amended) - the outcome of which may include

a final written warning and finally dismissal as a iast resort.
A &7 )
p ((‘\ AN
senl/ N O



3 abeq

ueld saueulnlEad - jefeng Bunessdo Z10z/1L0Z

Jabeuew edoung;
N

\\Ml/.,

S
4
ssaooud $sas0:d sso00ud aunr - skep Aanag AynqeLIelsns pue
piq 219idwi0d p1q a8 dwon P 18ICLWGD ssacoid piq G2 18 s59004d piq e Buissasoid Bh WOS B Jo suust ul ssdmasisniyy sbajess ‘wewsbeusu]  AYYEIA (EOUBLY BINSUS 0] SB0IN0SSL
0} sAep 61 0} sAep g2 oishep .|  Gleydwos o) skep gz saLeRS PG WELeYE PO popad ay) s0Npai  pRINSEa 10N % 50006 j& Jswainsoly dal - s {2ueyy sienbape ainsug sapedownpy ay) sbeuew of,
RS
yiow Aaas ol yuow Aane o HIuotL BUIEISNS PUE:
W51 Aq pawanst US| AQ pagiwqns Aana o gl Al yucww Usas o yig) oo Liana| yuow Aaas Jo 00x3 0 sebeuepy 1snuyy oibeleng uewsbedew| Ayqels [BIouRLY 2:NsUS 0} 580IN058)
suoday suodey| papwagns suodey| Aq payugns suodey sayeesg Aluuop| o gy Aq peniugns spoday| yigL Ag uodey|f (ediunpy wou Alyucw Aonjerg 4al- 80D |elsueUl @yenbape sinsug disiungy ay) sbevew o4
YUl Ao jo|  yuow Lens jo UIUOW Aiaag jo LEUOW AJDAS Hluows yoes jo! Aliqeurejsns pue
Uity Aq pemwqns| wipy Ag patiwans| e Aq peyigns| o uip) Aq paywgns Yir L B4 AQ PAIIGNS 318 JRL $BUNSEALL |E1DUIADLY B [euOneN [1sny dibseag wawsbeuew| ANQeIA [BRUBUY BINSUS 0} SE0INOSH)
Spoda JO %00L]  SHOdal JO %Ak spodas [0 %001 spodai 1o %001 Seleles %00L{ suodas Ao Jo sberuasiog %008 o} spoday Auyuow Lioymelg adl - akn |BIDURLY DlEnbape sunsug safgediuny oy abeuew o) |
Riuqeueisns puz
SABP DE LM Si0upas 1Sy siBajess uswabeuew Bia (2I0URLY BINSLS 0} S9UR0SEL
25001 %00L %001 500L salees %001 pled sicpass jo aBeusdiad %06 10 Juawhed - ainppusdig dal - 805 |2oURYY sjenbape amsug sanuedngg ai) ebeuew of |
AliGBUIEISNS pug
sayanh  susweisno o) JuBlIBouRYUS{IstuY] ifaiens Juawabevew| Apqein [eroueuy 2Insua ) Se3IN0Sal
shepg shep ¢ shep ¢ shep ¢ sauerg i SAED ¢| Gupuodsalo] awy punciewn) | SABP £  @nusAal - SUONE[RY JBWOISNY dal- 8100 [B:3UgUY SienhapE ainsug sagiediniuny ay) aSeuew: o)
Aungeutelsns pue
%GB sy oifeleng uawabeuew]| Agens [BIDUBLY SiNSUB 0] S30INOSA)
%€ (Bl %€ JBURNZ %E 13Ny BT soueesg ayew O} %0l AG ajes JuawAed Uy aseRIy %G SUONIBYOD BnUBAaY 44l - 8100 JerzueLy SlEnbape sunsug jedunyy au) abeusw 0
|eacidde 1ebpny yesp
10} iugrs| £1/210Z § 186png iohew £L0TZI0Z AqeuiEisns pue
®196png j2uy weunsnipe $58001d 196pNng au o) swwelbosd Jey yabpng Bunesadoende)|  Jeod snownasd 1sruy) oibojens Juswabeuew| Agen (epueuy ainsue o) Sa0IN0SaS
£L/210Z 9edsid| ZL/1L10Z asedaig L snunuen) ipng nwyng SBUEES ZLOZABA 18 papuny Aling paaciddy| u Aoy Aq suog 198prg jo uoneyduios d40 - w00 |eiougUy Sjenbape ainsuz SaiRAILMN oL} aBeusL o)
1102 180Ny
LE - juBwalels
Iueuy; ek IGELIBISNS pue
"Sjueitsles jioueyy LLAZI0L0Z snoasd U LE swawsg|1sniy) abaens ‘wawabeuew| ANqen RIDUBUY 8INSUD O} SAANDSAI
WiN WiN WIN L L/OLDZ PRIeidiLeD; saugjes PRjRdwioDi suswalels rpuruy palejdwe) | 1snbny 4q sueq jelouely & UONENIWInD 4al - LD JeioueUy BlENbapE sInsugy np sy; abeuew o)
Hodas upne:
9% pagienbury
0100y
Y JO UDgUBRER 10 Dj8 0402 Aigeuig)sns pue
pee Oy Aql  siswelels (epueUy| ypoday L1/010Z 10} DY 8y} 16002 1sruy) sBajess uswabeuew)  Aypgea feiousyy 2INSUS O} SAIN0SS)
WIN y/N{sauanb 0] suodsay 0 ucgeiedaigf [1}%] O payentur}  Ag Lodes Jpne paygenbun i i0p pawenbun HOday S)eiauag) JoNpny dd| - 8500 {EIRUEYY SlENDBDE alnsuy saguedownpy ayl abeuew o
‘SODINIES
NOY HZ U] SINOY £ Uigim, SINOY $Z Uiy SINOY $Z| LONBNUES 10} SAUBUBJUIBW 10 UOISIAOT BUY 10} SiMIrulSEL
PajesuI-a 9 0} palesurrasaq oy  peleIsures a0 O  uym palesues ag E NGy b SeoARs uonEIUeS]ISty) IBaleNS B 500 wewpedsq seoineg 1eoiyaas pue (esisiyd Aesseaau
$ITUAIIT IO %00L] SHUBT IO %00L]  SIDIMBS JO %00L| o) Samaes 10 94,001 | enid saueeg ueyduwod %004 [ugw pateisu-as aq o) seoiuBg %001 10} 5UBUSIUIEL B SHiedey ddl - 8107 jeoluy3a | ey abeuelt o By} 0 UDISIAGIE BY) aBEURIL O
"SBAIBG
UNOY g vt SINOL G UM SINCY S UM sInQuy; gy 1ajem ;0) BSUBUBILIEW 10 uotsiaoxd By 10} BINORNSELY)
PRIEISUI-D) 30 0] POIEISUIE. QO)  PBIEISUI-G 8Q 01| Uy pRIBISUIa) Bg SInoY gy s9suas fisniy) aiBajens g 8d0 Juswipedag saoineg 1E21UYD8] pue |essiud Aessasau
SOUMDS 40 %001 SA0IAIBS 0 G001 [  SP0IAIBS J0 300L| 01 89155 J0 94001 | Snyd seueeg %00 L | Uiy pAEIsUI-a1 Bq 0) SDIAIBS %S6] Ja1em Joj asueusjuBw ' Siedey d0f 240D {eara®e), 8yl ebeuew o1 By} JO uoIsia0id By d8euew 0]
$A0IAIDS
sued juausebeueL 10 UOBIAOId BU) 10) BININASELYL
UE|d Jajep, ueld LLoz2Rgpua (d aupesp Aq Ueld Aemiapun sueld wewabeuep isnius 0iBeiens| |BuswHedsp a}9idu0D SHOIABE 182juyd8; pue feaisAud Aessanau
WIN BZi5 parciddy]| Joep eZIS YBIQ 15K sauBleg SEBA G JBBM BIS panoiddy |  uerd jeae do simonnseyu PUSA]  ddl- 210D [E2IuY3 3y} BERUE CL 3u} j0 ucisiaoud oy afieuew oy
pagoalold payoaford fold pajaafosd
{SddM) SOIEDNPUL
BNy SIUBULIOHAY A3 sme aadaf oARD8Ia0 dar
1abpag Wiz jenuuy SI0J22IpU) 3DUBUMOLAd K8y auljaseg tvanieary Had A2 HES #3290

1261p) jad s - aduRWIONS4

VdX
[BUOREN




2 abeg

UBjd SouBLLIONA ~ J3Bpng BugeladD zioz/i 1.0z

1afieuey jedornyy

suoieinbay
YleaH |BJuBLIoNALR

Wy yeay jeucneN
By} o SuLa) w yleey Lo yoedw
aajeiou aney jolg JuBWGHIAUD

AQUNUAIGS JY) 0} 301AIDS

UHESY [BJUSWUOIALS BAISUBLBIGWOD

i

%56 %56 %56 %56 SaUBESG 4 acueldwos %gE i aouenidusod sbejuatisg %06 YHESH |RJUaLILO ALY 8107 BL] U} SLORPUOD JCNUOW O] PUB SAIIDSHS U 8DIAGIE O]
qua | IS Bue sdo-o BupnL) - wsuno |
saAlequ g3 10 RAASIE BY ui Juswidoipasp pue sdiysIauLed SBALGNaNG
008 0004 005 0001 [2A-] 0807 ubnouy) pajeass sqef Jo Jaquiny Lif  juswdopaag Siuoucoss B0 BI0D| SIOUODT (830" By} BIEIIDE CL STUBISIALE 1 HOWCI O] |
PLsIg
BU} UiYRM Si315RSIP |Bjuslod 30 edun
. SINOY 9 UM ue|d juswebeuew Jasesiaf  aul sanpai o) seINSEAU BANEUBAAID
001 ﬁo— %004 %00L SaUe|eg %Q0L| O] Pepuodsa: SUSPIoU HE 10 % %001 pry J2lley Aouablaws 2100 parosdde syl Juswsidus o] » vogebniw uswsitun o] |
ZL0T aunp Asanoays)
Ag sjuewuBisse pue A@reudoidde SaoAIas Jan|sp
g upne supesp Aq pelaidiod 1170102 Ue|d {enuuy jad s20084d| O} Ayoeded pur seBIEYD [BUOHNASYY
2L 2 9 ¥ Saugleg SPBIdWeD ZLp  suBwufisse IPNE Jo JaquinNg siuawuBissy oy | se sawuBissy ypny anpuog 2100 WPy [BuBl| JuaLgdus o) U} aA0ICUE BUB WIOjSUES L
sas5a00.d 1abpng poued seunuoaddo of ssa09e
i s5a001d ZLOZ aunr Ag 110 sunp JBRA § B JBAD ILISK] SGUET: Sh0dul 0] puE Ayedivuny sqwan)
uiile pue ueld pajdope maiay auypeap Gl Lo voxg O 10} LBl UBlIdCIBAS] S uiLum SUORDUN uBqin Jo uotugapf
QI jusiieiduy daldopy|  ssaooid asyeuly $58204d 4l MEIS SBUBES i €4/Z10Z Aq Londope meinad gal|  Aq peaciddy| MAABY O IENULY 210D pajeibaju) ug BiBdRig PUE DINOTS [BNEUS BACIGW] O,
16 Jo 1E10} By}
10 uolodosd e sg |eucnouny aue ApAndeys)
Aousioys Asuanye Aovaiigia Aouame 18U} SEAILWOD GAS JO Jaquinu pue A@jeLdo dde Seaes Janap
%004 1€ sejesadol %409 je seeiedo| <4099 sejEsede %0F e ssiesado seuees) Aq paiginoeD) wiucy siohel swhniod| 0} Awedes pue J9pEIRYD (EUOKMISU
WO Si0Aep Wiy s10Aep WIS SIOABW W04 SIOABK /000002 229608 AoUaow3 %00L| o suoqeiedo Jo AsuoiT % %00L SUCHeRY {ElUBLILIaAGE ;| A0 {ElusWwancbialu; 3leupIooD 0] Bl BADIGUN PUE LUIOJSLR O
seapuaweD|  uopedpnied oignd Suipniou ABuoL;
{SNa0ebongrdal PIEM JO JUBLILSHQRISS| J0) BNjEA pUE SSBUBARDaNS ‘AOUBINYD
} PRy sbuiaaw Apmns; UCHETUSWadiLY ay) se jjew se uogedogied oiqnd|  *ANlBUCRIUNY BINSUD ) AIGRIUNCSTE,
) ¥ 53 Bfu; Sauejeg ZLi uonedidued 2Iand o Jaquuini snoaid oN URid VONEdILES JHand Cllee] 10y awweiboud e uBisap o3| Joy sweueydaw pue swalsis ping o)
we,bouetio
uondepe 1o) aulpeap Aq 00X O} PRGNS uopesiuebin wawdopAsp Awediiunpy ay) jo
¥iIN WiN Juawedf  ooxg o) wesbousBig, sSalReg 110g ides| weiBoueb.Q pesiaay paleping wesboueblio jeucgesiuetic Ellle] 1euocgesiuebio sinsug | a:imonng jeuonesiuebicy oy malnal o1
Suop Hodey Alaagoaga
BOUBLLIOES pue Azieudoidde se2Mas JanaD)
suypesp A9 U SN Sguen; jediouny WaNSAS o} fyzedes pue isoeIeys UGS
WIN WIN WiN PEIBIIMOD HdNY| SsuReg £ 102 By pug A9 2U0p HAWY L LI0L0Z] ULy 01/6002 wewabieuey saueunopag 2187 Shid udtuaiduit o 24} SAQudU pue wIOjSUes OF
¥pnE payjenbun SOUBWLOUEG
0) Buipes| - ays uo HdWvY oW papodal Algaioays)
St WEa) O usip| L Sunep (eluapedap 10 WasAS SN pue ARleudoidde saniAlas aajap)
pue se saanb Buipsebal aousping ay} SuipseBas Juawasbeue aDUBLLIONSL| UORE3YERD OU UONBUIIOM) BOUBULILDY suonersiba) um juendwon| o Auoedes pue Jepeleyd jeuchnpsul
WiN WiIN Oy 0} puodsay 0 ajy ssedaug Saueles £ UCRESYIEND ON O} padsas yim sbuipuid 9y|  pameoel gd uo poday oy payenbun 20D} 5WIAISAS SiNg SU Aunsua o) B} SAQICL PUB ULIOISURI) O |
Aancags
pajInpUOD AJENIDR BJB sBunsaw pue Aiendoidde S20IABS Jaatap
18U S04 PUB DOXT (ERUNOS O 1aunog Joy seNaes uoddng( o) Auoedes pue JaisesEu (BUOLNYSU
%001 %001 %001 %001 saueeg %001 | SSuRGSL PAINPIYS [BJOL JO % %001 Woddng punc) 0] {3UNGH P 53%Unose: Alddng 3U) SACIOLL PUR ULIGISUR} O
“Agaaeye
f<I=Hi pue AIRIBUCOITE SBDIAIBS JAAaP]
a:e Jey) wetbouebio jedmun Aledoiuny awp jo 0 Ayomded ul JIOBIBYD [BUCHMES
%001 %S6! %l6 %06 SeueRs 25001 ay) i sjeod jeonud Jo o, %58 $821059Y UBWINH ai0]| usuedwod yes ayl sbeuew oL A} HACICW PUB LLICISURI} O |
payalosd paloaiold pajaa{od pooalnly
(5.4dM) 401e3)puy
ng ANy AJUBLLIOAY A3 SB; AR san2al
jofpng Jebley, enuuy | Joveaipul asueuuopag Aoy | suipseg {vdM) eary opiad A3x NS n3lqo 323lq0 da

yob.e} sad se = auBuLIClag

m%%‘;

o

Lo

2

Y
RUOREN



| abeg 1aBeusy lediounyy

UEl d3ueWIouad - J9bipng |endeD 71074107

‘SSDIAIRS

Z1og aunp aRdiuod AISIIISEILE LORENUES 0 Uoisinoid Ju) JO} SINONASEYU;
0¢ Ag payaidwos sosfoud| %06 sweloud 18t oiBereng | ejem Buiebe soeida; o) JuaslLEdRg feauyay pue lessiyd Aesseosu
%001 JUSLUYSIqInYa) JO 9 A SNoald UBLIYSIQINEN d01 - &09|  seoeg jeuyds: auy) sbeuew o] | 8y} jo uoisiagsd su; abeuew o

%00¢

‘Sa0IAISE
SINONSELL UELUES 10 uaIStAC.d B} JO} SINJONLSE
1snus oBsleng % JolEm 1aAEP O] Juswiedsq 138} pue [easAyd Aesssosu
wizd| smypuadxa o snjea puey %26 UORBHUES ST P - SINIpUSdKT daI- @00]| senmeg [eowyoa) su) BRUBLL O3 2y jo uoisinoud s ebeuew o)
“seoIas
aimEnsegu 1O UGISIAGUG DU} IO} BIMORASEL
18nyL DBREsS 13EM JanED 0) JuBkeda leamuaa) pue easAyd Aessaoeu
WIE'FOL Y| anipuadye jo anEa puey %56 syzaloud @ 11 - sumpusdxg d0i- 30D} SSUABS [EILLIA) Su abeusw o) au} 3o uoisiaoud aip abeuews 0]

wg'sy we' iy gy WSy uiey

il [ éé i WE'YDLY

‘SANAIDS

SdIA aimngseyu 1O U0ISIA0IG BY) J0} AINJONIISEYU

- UOIJEJILES MU O] $$aDoe UONBHUES| ysnyy) ifojens UOIEHUES J3AIIBP O} JUSWRIEDRQ [ES1LYD9) pug [2o1sAld Azessasou

e 00 00pL 00rL wizy Yy 0ozy Y 1y Jo ssquiny (g U4 009ZF SN ¥ - SUNOTISELUE LONBILES MBN oGt - 20D sanInag |EDIuYYR ), 93 vbeuBw o) 24} 40 uaisiaoad ayy sbeuew 0} |

'SAVIAIDS
aImpnaseyuy 10 UISInosd BY) 10} BIMONNSELL

13iEM MBU 0) BN 2BslesS Jaiem J3ARp O} JualEdag [B21uyo3) pue oisAud Aessaoau
SSOIIE LYW YU JO Jaquing Uy zec 8 53920044 | | - SS300Y JOIBM MAN ol - 2100] $95/ASS (EAILYSD | Ayl abeusw o) B} Jo uaisinoad ayy 2Beuew 03

T

N i

paysafoig

(S.kdM) Joexpul
lenuuy  [siojedtpul sauewsopag Kax|  aujjesey

VdA
|euonen

iy dil) BasY DabeREOLS g Aoy snyeg angzalqo aansalqo d4at

12Bag} Jod se — eoueuLIOpad




